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Introduction
In recent decades, employees' creative performance behavior and innovative behavior have been considered important human capital that contributes to a an organization's performance, competitive advantage and sustainability and creativity have been seen as successful implementation of novel and useful creative ideas offered by employees (Amabile, Conti, Coon, Lazenby and Herron, 1996, Amabile, 1998; Kor and Mahoney, 2000; Amabile, Barsage, Mueller and Staw, 2005; Gümüşlüoğlu and İlsev, 2009) . Recently, scholars employing the positive psychology approach in creative performance research have emphasized the uniqueness of creative individuals as well as the effect of positive psychological states on motivational process and creative performance behavior (e.g., Kwang and Rodrigues, 2002; Luthans, Youssef, and Avolio, 2007; Sweetman, Luthans, Avey and Luthans, 2011; Mishra, Bhatnagar and Gupta, 2013) . Until today, the theory and research on organizational behavior, positive psychology and creativity have been focused on the role of positive psychological capital (Avey, Luthans and Jensen, 2009; Peterson, Walumbwa, Byron, and Myrowitz, 2009; Sweetman et al., 2011; Hsu, Hou and Fan, 2011) . However, it was recognized that the subject of whether individuals who have certain positive psychological traits (e.g., self-efficacy, hope, optimism, resilience) will actually exhibit creative performance behavior has been understudied.
Research into the determinants of creative performance has been extensively studied by various theorists and academics. The extant literature addresses two alternative and frequently used theories among several other approaches to identify the determinants of creative performance behavior. One of the theories has been developed by Amabile (1996 Amabile ( , 1997 introducing "Componential Model of Creativity" for explaining cognitive, personality, motivational, and environmental factors relating with creative performance. The other theory "Investment Theory of Creativity" by Sternberg and Lubart (1991) explored resources including intellectual abilities, thinking styles, personality, motivation, and environment (Sternberg, 2006) for understanding the creative performance behavior. Both background theories have provided considerable insights for the present study. As such, the presumed association between the research variables of this study was emerged upon the prior conceptual and empirical knowledge obtained from the extensive literature and the hypothesized relationships were generated with the theoretical implications of the relevant theoretical roots and empirical evidences.
In sum, the present study aimed to investigate the relationship between components of psychological capital; -self-efficacy, hope, optimism, reliance-and employees' creative performance behaviors throughout a research applied in a Turkish White-Good Company setting.
Literature Review and Hypotheses Development
The present study begins by reviewing the literature through a preliminary survey upon the previous conceptual and empirical studies including the study variables. Thereafter, the study will present the discussions of the theoretical background and research hypotheses of the main constructs (creative performance behavior and psychological capital).
Psychological Capital As A Positive Psychological Resource
Such an approach of POB has incorporated with many existing Organizational Behavior concepts from the domains of attitudes, personality, motivation, and leadership in both international and Turkish research studies (e.g., Seligman and Csikszentmihalyi, 2000; Schabracq, Winnubst and Cooper, 2003; Zajacova, Lynch and Espenshade, 2005; Atilla-Bal, 2008; Sutter, 2008; İslamoğlu, 2010; Sweetman et al., 2012) . Especially, by being positive and measurable concepts, self-efficacy/ confidence, hope, optimism, subjective and work related well-being, employee wellness, and emotional intelligence have been included in POB (Luthans, 2002a) and in recent years these concepts have become main concern to organizational behavior and management scholars. To date, through growing theory-building and empirical research, Luthans and colleagues have identified the constructs of efficacy, hope, resilience, and optimism as best meeting the inclusion criteria for psychological capital as a positive psychological resources as described with POB .
In this context, derived from POB thinking, psychological capital has emerged as a positive oriented higher order construct (Luthans, 2002a (Luthans, , 2002b and the higher order psychological capital is defined as "an individual's positive psychological state of development". Briefly, according to psychological capital was characterized by having confidence (self-efficacy) to take on and put in the necessary effort to succeed at challenging tasks; making a positive attribution (optimism) about succeeding now and in the future; persevering toward goals and, when necessary, redirecting paths to goals (hope) in order to succeed; and sustaining and bouncing back and even beyond (resilience) to attain success" (p.3).
"Hope" has been indicated as the first component of core psychological capital and Snyder, Irving and Anderson (1991, p.287) have pioneered the definition of the concept as "a positive motivational state that is based on an interactively derived sense of successful agency (goal-directed energy) and pathways (planning to meet goals)". Other scholars also indicated that hope possesses the willpower to perform creatively and to creatively explore multiple pathways to reach the goals (Snyder, 2000; Larson and Luthans, 2006; . Snyder (1994) argued that hope increases the cognitive efforts towards goal attainment and Snyder et al. (1998) suggested that high hope individuals use goal directed thinking to move along a pathway and continuing to progress along.
"Optimism" has been indicated as the second positive resource capacity of psychological capital. Optimistic individuals relate negative events as external (not my fault), unstable (occurred this time only), and specific (this event only), while pessimists interpret the same events as internal, stable, and global (Seligman, 1998; Peterson, 2000; Abbas and Raja, 2014) . Seligman (1998) mentioned that an optimist gives external attribution to negative events to consider external situations and other individuals responsible. Thus, such an external attribution avoids any reduction in optimist people's efforts even in difficult situations. Moreover, it was suggested that optimists feel that good things will happen leading to important cognitive and behavioral consequences (Avey, Patera and West, 2006 ). "Self-efficacy" is described as a self-evaluation of one's competence to successfully execute a course of action necessary to reach desired outcomes (Bandura, 1986 ). Stajkovic and Luthans (1998) defined the concept as "the employee's conviction or confidence about his or her abilities to mobilize the motivation, cognitive resources or courses of action needed to successfully execute a specific task within a given context" (p.66). An extensive body of research has shown that self-efficacy is positively associated with work-related outcomes of job performance, creativity, and motivation. Deci and Ryan (2000) addressed that employees high on efficacy are high on intrinsic motivation and consider themselves to be competent. Bandura and Locke (2003) implied that self-efficacy had a strong positive relationship with work-related performance. It has been argued that individuals with high self-efficacy continue to have intrinsic motivation even when faced with difficult situations, and believe that they can deal successfully with difficult situation (e.g., Tierney and Farmer, 2002; Gong, Huang and Farh, 2009; Nielsen, Yarker, Randall and Munir, 2009; Gupta and Singh, 2014) .
"Resilience" is the fourth component of psychological capital and it was indicated that resilient individuals have the ability to positively cope and adapt during risk and adversity (Masten and Reed, 2002) . Luthans (2002a) described resilience as the positive psychological capacity to bounce back from uncertainty, conflict, failure or even positive changes and increased responsibilities (p.702). Bandura and Locke (2003, p. 92) underlined that resilient belief provides the necessary staying power to the individual when he/she faces failures and problems and discouraging situations. Coutu (2002) and Tugade and Fredrickson (2004) added that resilience helps individuals to become flexible and adapt themselves during highly changing and uncertain situations since they can overcome difficult situations.
In accordance with previous readings on the conceptualization and operationalization of psychological capital construct, in this study, each component of the construct has been regarded as the potential antecedent of individual creative performance behaviors. In addition, it was attempted to evaluate the factorial structure of the psychological capital throughout the survey of the present study within the Turkish cultural context. Therefore, initially, the following hypothesis was generated.
Hypothesis 1: Psychological capital is a four-dimensional construct described by self-efficacy, hope, optimism and resilience.
Furthermore, as previous literature demonstrated, Positive Psychological Capital has been found to be related to various employee work attitudes and behaviors such as job satisfaction (Luthans, Avolio, Avey and Norman, 2007; Erkuş and Fındıklı, 2013) , organizational commitment (Larson and Luthans, 2006) , job stress (Avey et al., 2009; Abbas and Raja, 2014) , intention to turnover (Avey, Luthans and Youssef, 2010; Erkuş and Fındıklı, 2013) , cynicism (Avey, Wernsing and Luthans, 2008) , absenteeism (Avey et al., 2006) , job performance (Luthans, Norman, Avolio, and Avey, 2008; Luthans, Avolio, Avey and Norman, 2007; Akdoğan and Polatçı, 2013; Erkuş and Fındıklı, 2013) , innovative performance (Abbas and Raja, 2014) , innovative work behaviors (Mishra et al., 2013) , employee creativity (Battal, 2013) , creative performance (Sweetman et al., 2011) . For all that, how the employees become involved in creative performance behaviors remains indefinite and needs further research. We suggest that the studies that examine the involvement of positive psychological capital components in creative performance behaviors are still inadequate. Therefore, the objective of the sbd.anadolu.edu.tr Thus, the next section will briefly present discussions on the outcomes of positive psychological capital and more particularly, will put an emphasis on psychological capital for creative performance behaviors in the organizations. We posit that positive psychological capital influence employee creative performance behaviors.
Creative Performance Behaviors
The extant literature provides several definitions of creativity, creative performance and innovation. A widely accepted definition of creativity was put forth with the statement of "the production of novel and useful ideas, and innovation is the successful implementation of creative ideas within an organization" (Amabile, 1998, p.78; Amabile et al., 1996 Amabile et al., , p.1156 . Thus, creativity has been undertaken at the individual level and innovation has been argued out at the organizational level (e.g., Staw, 1990; Amabile et al., 1996; Oldham and Cummings, 1996; Gümüşlüoğlu and İlsev, 2009) . Amabile (1998, p.78 ) viewed creativity as "the production of novel and useful ideas by an individual or small group of individuals working together". Briefly, creativity in organizations has been described as the "process of coming up with new ideas for changing products, services, and processes to better achieve the organization's goals" (Amabile et al., 2005) .
Creative performance then refers to products, ideas, and so forth produced at the individual level, whereas innovation refers to the successful implementation of these products at the organizational level (Oldham and Cummings, 1996, p. 609) . With that recognition, Sweetman et al. (2011) have pinpointed that creative performance "involves the behaviors through which an individual's creative potential is manifest (p.7)". Thus, following the conceptualization of Amabile (1998), Staw (1990) and Oldham and Cummings (1996) , in our definition we consider the distinction between creative performance behaviors and organizational innovation. Therefore, in the present study, we focus on the generation of creative performance outcomes by employees, not on the implementation of these outcomes.
A number of researchers have found creative performance to be a source of innovation within organizations and as something that is needed for a variety of jobs across a variety of organizations (e.g., Sternberg, 1985; Amabile et al., 1996; Shalley, Gilson and Blum, 2000; DiLiello and Houghton, 2006; Gümüşlüoğlu and İlsev, 2009; Tang and Chang, 2010; Sweetman et al., 2012) . A long with its suggested importance for both employees and organizations, creative performance has been studied with particular attention to its antecedents and consequences. In his earlier study of "On the Modelling of Creative Behavior", Cohen (1981) provided implications regarding the positive individual and organizational outcomes of creative behaviors. In their book named as High-performance Work Organizations, Kirkman, Lowe and Young (1999) underlined the crucial importance of individual creative performance for enhancing high performance and success in the organizations. Several other studies have confirmed the positive impacts of creativity and creative performance behaviors on organizational performance (e.g., Mostafa, 2005; Mishra and Singh, 2010; Bratnicka, 2013) .
Further, a body of research studies on creative performance behavior provided theoretical background and implications for understanding the potential determinants and antecedents of the construct. W i t h his theoretical work, Amabile (1988 Amabile ( , 1996 Amabile ( , 1997 introduced "Componential Model of Creativity", as a general framework which described relevant environmental factors that can influence employee creativity in positive or negative directions. The subsequent studies (e.g. Redmond, Mumford and Teach, 1993; Amabile et al., 1996; Oldham and Cummings, 1996; Simonton, 2000; Kahai, Sosik and Avolio, 2003; Ceylan and Savi, 2003; Shalley, Zhou and Oldham, 2004; Yahyagil, 2005; Kaufman, Cole and Baer, 2009; Sweetman et al., 2011) have reviewed Amabile's (1997) componential model of creativity for understanding how cognitive, personality, motivational, and societal factors effect creative performance. In the "Investment Theory of Creativity" by Sternberg and Lubart (1991, p. 3), it was indicated that creativity required a confluence of six distinct but interrelated resources: intellectual abilities, knowledge, styles of thinking, personality, motivation, and environment (Sternberg, 2006, p.88) .
In accordance with the relevant background theories of creative performance, subsequent implications and findings regarding the personal, motivational, contextual and environmental factors were derived from the literature (e.g., Woodman, Sawyer and Griffin, 1993; Oldham and Cummings, 1996; Gabora, 2002; Shalley and Gilson, 2004; Amabile, Schatzel, Moneta and Kramer, 2004; Choi, 2004; Yahyagil, 2005; Gü-müşlüoğlu and İlsev, 2009; Tang and Chang, 2010) . A widely cited article of Oldham and Cummings (1996) examined the independent and joint contributions of employees' creativity-relevant personal characteristics and characteristics of the organizational context and provided conceptual discussion on the personal and psychological indicators of employee creativity. Cropley (1999) emphasized the significance of individual cognitions for creative performance. Moreover, Amabile et al. (1996) ensured a broad contribution to the understanding of work environment's impact on creativity. Other empirical studies supported the links of leader behaviors (e.g., Redmond et al., 1993, Tierney, Farmer and Graen, 1999; Jung, 2001; Kahai, Sosik and Avolio, 2003; Amabile, Schatzel, Moneta and Kramer, 2004) and work environment factors (e.g., Ceylan and Savi, 2003; Perry-Smith and Shalley, 2003; Wong and Pang, 2003; Tekin 2008 ) to creative performance. Perry-Smith and Shalley (2003) explained creativity by social aspects with a static and dynamic causal network perspective. Mumford (2000) addressed a variety of strategies to manage creative people and Shalley and Smith (2001) demonstrated the significant effects of social-psychological factors on creative performance. Specifically, Zhou and George (2001) focused on how job dissatisfaction leads to creativity at work. Furthermore, Barron and Harrington (1981) pioneered the examination of intrapersonal and personality attributes of creativity. In addition, previous studies examined several psychological work environment perceptions that influence creative performance in organizations such as social support and psychological empowerment (Scott and Bruce, 1994) and psychological empowerment (Deci, Connell and Ryan, 1989) . In their study, Zhou and George (2003) indicated the role of emotional intelligence on employee creativity. Feedback valence, feedback style, task autonomy, and achievement orientation were also revealed as having interactive effects on creative performance (Zhou, 2003) .
The Relationship Between Psychological Capital and Creative Performance Behaviors
In accordance with our study's objective, Sweetman et al. 's (2011) findings were remarkable which demonstrated the significant impacts of psychological capital dimensions on creativity performance. Despite the strong conceptual background and research on the personal-environmental antecedents of creative performance, relatively less attention has been devoted to creative performance as it relates to an individual's psychological resources such hope, selfefficacy, optimism and resilience as identified with positive psychological capital concept. In the creativity and psychological capital literature, there is some support for their positive relationship (e.g., Ambrose and Kulik, 1999; Mishra et al., 2013; Abbas and Raja, 2014; Battal, 2013) . Therefore, we focus our attention to the investigation of such motivational mechanisms for creative performance which we assume are embodied in the positive psychological resources of hope, self-efficacy, optimism, and resiliency, and the overall construct of psychological capital.
Considerable amount of research has focused on dispositional factors that may stimulate creative performance behaviors at the workplace. There are certain personality factors that have been found to be related to creative behaviors at the workplace including creative self-efficacy (Tierney and Farmer, 2002; Hsu et al., 2011) , emotional creativity (Averill, 1999) and positive affect (Isen, Daubman and Nowicki, 1987) . Recently, few studies attempted to explore the relationship between positive psychological resources and creative performance; however, these studies mostly linked the resources with creativity related outcomes separately. For example, Hsu et al. (2011) investigated self-efficacy with innovative behavior and similarly, Tierney and Farmer (2002) investigated the relationship between efficacy and creative performance. In addition, Rego, Machado, Leal and Cunha (2009) examined the relationship between hope and employee creativity and Rego, Sousa, Marques and Cunha (2012) investigated the relationship between optimism and creativity.
The research findings have revealed that hopeful employees highly engaged creative behaviors in the organizations (Snyder, 1994 (Snyder, , 2002 . Moreover, Carmeli, Meitar and Weisberg (2006) have indicated that optimism was essential in the first stage of the creative and innovative processes since optimism helped an individual to concentrate on positive aspect of the task. As further, recent studies showed positive association between resilient employees and job performance (e.g., see . In a study of , it was revealed that higher resilient employees exhibited higher job satisfaction, organizational commitment, and work happiness. Such kind of a finding could enhance the researchers to turn their attention to investigate the impact of resilience as one of a psychological capital component on employee creative performance. Abbas and Raja (2014) proposed that psychological capital was positively and significantly related to innovative work behavior by building their model on Avey, Luthans and Jensen's (2009) implications. Avey et al. (2009, p.685) have argued that hope, optimism, self-efficacy and resilience which together formed a higher-order construct of psychological capital provided the organizations with a new human resource development approach to help employees build the critical resources they needed.
Moreover, Mishra et al. 's (2013) research study supported the role of psychological capital in the relationship between work-to-family enrichment, familyto-work enrichment and innovative work behavior. Sweetman et al. 's (2011) study provided remarkable empirical findings related to the relationship between positive psychological capital and creative performance. Drawing from a large (N = 899) and heterogeneous sample of working adults, their study examined psychological capital and its components (efficacy, hope, optimism, and resilience) as predictors of creative performance and found that overall psychological capital predicted creative performance over and above each of the four components (Sweetman et al., 2011) . Further, in a Turkish study, the effect of the psychological capital was revealed as effecting creativity (Battal, 2013) . Gupta and Singh (2014) conducted a research in the Indian research and development context and found that psychological capital had a mediating effect on the relationship between leadership and creative performance behaviors.
In sum, although the extant literature provides a number of empirical evidence regarding the antecedents and outcomes of psychological capital, to the knowledge of author, still there is a gap within the published literature about the argument on the impact of psychological capital components on creative performance behavior. Hence, based on the previous theoretical roots and literature evidences, it is expected that there will be a relationship between four facets of psychological capital-i.e. self-efficacy, hope, optimism and resilience with the creative performance behaviors of employees. In accordance with this description, the following hypotheses are generated and the proposed theoretical research model is presented with Figure 1 . Hypothesis 2: Psychological capital is positively and significantly related to creative performance behavior.
Hypothesis 2a: Self-efficacy is positively and significantly related to creative performance behavior.
Hypothesis 2b: Hope is positively and significantly related to creative performance behavior.
Hypothesis 2c: Optimism is positively and significantly related to creative performance behavior.
Hypothesis 2d: Resilience is positively and significantly related to creative performance behavior.
Methodology
The first section has made up the literature review and theoretical part of the study, thus creating a conceptual framework for the empirical research, which is presented in the second section. Initially, to make related methodological assumptions, a model approach has been presented for understanding creative performance behavior and psychological capital dimensions. Then, the methodology of empirical research is presented with the main focus on the research model, hypotheses, sample identification, procedure, variable measurement, and data analysis. The results are thoroughly explained and the relations between the dimensions of psychological capital and creative performance behavior are interpreted. Thus, the section is concluded with a discussion and interpretation of the research findings and test of hypotheses.
Sample and Procedures
In total, 165 employees from a company (one of the biggest Turkish white-goods companies in Turkey) operating in white goods sector in Turkey participated in the present study. The company is comprised of 29 companies operating in manufacturing, software and technology development, marketing, and distribution fields in the consumer electronics, household appliances, multimedia communication, LED lighting, and defense industries in Turkey. The company has been operating under one of the leading Holding Groups in Turkey, and has been involved in its production and export activities with a large market share. The R&D, Technology and Manufacturing employees of the company were asked to engage in developing creative services, products, or techniques for the company. Therefore, the target sample group of employees was suggested to be appropriate for the research objective and research variables of the present study. The respondents' perceptions regarding their self-reported creative performance behavior and psychological capital were inquired by utilizing paper-based questionnaires. Data were obtained from the respondents approximately over four months (February-May, 2014) . Throughout a convenience sampling method, 165 respondents working in four different departments -i.e., R&D, manufacturing, design, and technology -laboratory-completed the questionnaires (n = 165), and the response rate was 75% since the total number of the questionnaires delivered were 220 (=165/220). The sample size was identified as approximately 612 white and blue color employees (data obtained from 2012 report of the company). Therefore, it is suggested that our sample had a representative power of the population 95% confidence interval. The results of the descriptive analyses showed that the majority of the respondents were male (81,4%); on average, they had completed university level education (78,3%), and their average job tenure was 6.89 years. Among 165 employees, 51 were working in technology services department, 66 were working in manufacturing department, and the remaining 48 were holding jobs in R&D department.
Measures
The research instruments of the present study consisted of the psychological capital and creative performance behavior scales. The employees rated their perceptions of each item using a six-point Likert scale, ranging from 1 ("strongly disagree") to 6 ("strongly agree"). Each scale was originally in English and then translated into Turkish by the researcher.
Measurement of the Dependent Variable: Creative Performance Behavior
In this study, creative performance behavior was measured via self-reported measure which was found appropriate because it is aimed to obtain data about how the employees evaluate the tasks they perform at work that make them creative. Such kind of a selfreport method was utilized in previous studies for the evaluation of employee creative performance behavior (e.g., Mishra and Singh, 2010 Since we considered the definition of Amabile (1998) for creativity as "the production of novel and useful ideas" (p.126); we adopted the 13-item scale of Zhou and George (2001) which was developed based on the creativity conceptualization of Amabile (1998) . It has been recognized that a number of creative performance studies adopted that definition. In a recent research study, Tan and Chang (2010) have utilized the scale and found the Cronbach's Alpha value of 0,94.
In the present study, the 13 item scale was averaged for an overall score. The sample items included "I suggests new ways to achieve goals or objectives" and "I develop adequate plans and schedules for the implementation of new ideas". Cronbach's Alphas for this scale was yielded as 0,91 in our research setting which was higher than the acceptable level of 0,60 (Şencan, 2005) . The results of the confirmatory factor analysis (CFA) showed that the fit index of the scale was acceptable (x 2 /df = 2.23, RMSA = .002, SRMR = .03, CFI = .920) (Çokluk, Şekercioğlu and Büyüköztürk, 2010) .
Measurement of the İndependent Variable: Psychological Capital
Psychological capital was measured using the 24 item Psychological Capital Questionnaire (PCQ) developed by Luthans et al. (2007, pp. 237-238) . The scale was derived from the permission free access website of www.mindgarden.com directly and the items were translated to Turkish by the researcher. The relevant scale was validated by for construct validity analysis and was used in subsequent studies (e.g., Avey, Wernsing and Luthans, 2008; Avey et al., 2009; Sweetman et al., 2011) . In a recent study the reliability for the PCQ was revelaed as α = 0.93.
The PCQ contained six items for each of the four components of self-efficacy, hope, optimism, and resilience. Items are measured on a 6-point Likert scale.
The sample items included "When things are uncertain for me at work, I usually expect the best"; "Right now I see myself as being pretty successful at work"; "I usually take stressful things at work in stride". In the present study, the reliability for the PCQ was α = 0.94. The results of the confirmatory factor analysis showed that the fit index of the scale was acceptable (x 2 /df = 2.29, RMSA= .08, SRMR = .04, CFI = .940) (Çokluk et al., 2010) . According to the results of confirmatory factor analysis, each item of the psychological capital scale loaded on its principal component and each of the four components is fitted to the overall latent psychological capital construct. Such kind of a condition showed that psychological capital is considered a second order factor and is the shared variance of the components of self-efficacy, hope, optimism and resilience according to the implications of Law, Wong and Mobley, 1998 . This result supported "hypothesis 1" which indicated that psychological capital was a four-dimensional construct described by self-efficacy, hope, optimism and resilience. As such, these results were consistent with the previous works' results in terms of the validity of the scale (e.g., Luthans, Sweetman et al., 2011) .
Results
In the first stage, preliminary statistical analysis was performed for the evaluation of the means, standard deviations, and inter-correlations of all variables in the study. The mean, standard deviation and correlations among variables are presented with Table 1 . The mean values showed that self-efficacy component yielded highest mean value (X= 4,68) and optimism has the lowest mean value (X= 4,09). The dependent variable of the study has yielded a mean value of 4,44.
In the second stage, for testing the hypotheses, Pearson Correlation Analysis was conducted with all the variables of the research model (Table 1) . The results of the correlation analysis demonstrated that all components of psychological capital were positively correlated to employee creative performance behavior. These findings supported the "second hypothesis" of the study which was: "Psychological capital is positively and significantly related to creative performance behavior" (r=,51; p<.01).
As it can be seen in Table 1 , the "Pearson Correlation r values" between each of the psychological components and the creative performance behavior construct varied between 0,38-0,55 which indicated moderate level correlations. The results showed that "self-efficacy" component of psychological capital had moderate positive significant correlation (r=0,55; p<.01) and "hope" component had moderate positive significant correlation with creative performance behavior (r=0,49; p<.01). Similarly, the "optimism" (r=0,38; p<.01) and "resilience" (r=0,48; p<.01) components had moderate positive correlations with creative performance behavior. Thus, the sub hypotheses of the "second hypothesis" (H2a, H2b, H2c, H2d) of the study were confirmed.
Regression Analysis
According to the correlation analysis results, no multicollinearity has been found among the psychological capital components, thus, multiple regression analysis could be conducted with these four components in order to see their statistical effects on the dependent variable of creative performance behavior. It is found necessary to test how much of the variance in the dependent variable is explained when all four independent variables are theorized to influence it. Therefore, since the research variables of the study were measured on an interval scale and there was more than one independent variable, multiple regression analysis could be performed (e.g., Çokluk et al., 2010; Sipahi, Yurtkoru and Çinko, 2012) . In order to analyze how the psychological capital components significantly explain the variance in the creative performance behavior, linear regression analyses were conducted in order to see their contribution to the dependent variable. When creative performance behavior was the dependent variable with the independent variables of self-efficacy, hope, optimism and resilience, the regression equation of Y1= ß0+ ß1X1+ ß2X2+ ß3X3+ ß4X4 could be used (Y1 indicated the According to the implications of above tables (Table  2, Table 3, Table 4 ), the regression results indicated that the independent variables jointly explained 52,6 % of the variance in the dependent variable of creative performance behavior (R 2 =,526; F=42,641; p<0, 05). The results revealed that self-efficacy (β= ,353, p< .05), hope (β= ,326, p< .05), optimism (β= ,341, p< .05), and resilience (β= ,253, p< .05) were significantly effecting employees' creative performance behaviors. It can be argued from the results that the component which was labeled as self-efficacy was found to be the most influential factor on creative performance behavior. Among the components of the psychological capital, resilience was found to be the lower contributor towards employee creative performance behavior.
In sum, upon the findings of the regression analysis, 
Conclusion and Discussion
The purpose of this study was to examine the relationship between specific positive psychological resources (i.e., efficacy, hope, optimism, and resiliency), and their overall level of psychological capital, with creative performance behaviors of the working individuals in several departments of a high performance and innovative white-good company in Turkey.
The results of the research study have supported all the study hypotheses, i.e., there was a significant positive relationship between all the components of psychological capital individually and as an overall construct. In addition, the mean values demonstrated that self-efficacy component had the highest mean value and optimism had the lowest mean value, while the creative performance behavior core construct had a mean value of 4,44. The mean values showed that the individuals who participated the survey have scored high on both psychological capital and creative performance behavior constructs. Moreover, the results of the correlation analysis demonstrated that all components of psychological capital were positively correlated to employee creative performance behavior. The Pearson Correlation values between each of the psychological components and the creative performance behavior construct were yielded on moderate levels. Therefore, the sub hypotheses which predicted positive significant relationships between the psychological capital components (i.e., efficacy, hope, optimism, and resiliency) and creative performance behavior were also supported. In addition, the regression analyses findings also demonstrated that psychological capital is a contributing core construct towards creative performance behavior. Briefly, it was demonstrated that psychological capital components, namely self-efficacy, hope, optimism and resilience could affect creative performance behavior.
Consequently, these results were consistent with prior empirical findings. Sweetman et al. (2011) have also found that each of the components of psychological capital was positively related to creative performance. Although the creative performance variable was measured with a different instrument, our results show consistency with their findings (Sweetman et al., 2011, p.17) . Similarly, in the study of Hsu et al. (2011) , the results showed that when employees' self-efficacy was high, employees with greater optimism exhibited greater innovative behavior at work. Therefore, our results in terms of the effects of self-efficacy and optimism on creative performance could be consistent with their study findings (Hsu et al., 2011, p.264) . In addition, the recent study of Gupta and Singh (2014) which was conducted among Indian research and development context has demonstrated that psychological capital components and employee creative performance behaviors were positively and significantly related. Thus, our results could support their previous work's findings Singh, 2014, p.1387) . Moreover, the results of the present study are also congruent with the findings of an earlier study which was conducted on the academicians working in Turkish Universities revealing that psychological capital positively impacted individual creativity (Battal, 2013, p.57) .
As part of a concluding remark for the present study, it is suggested that each of the psychological capital components are central to accomplishments of employees work tasks and especially to their creative performance behaviors. Such a core value of psychological capital is also suggested to be vital for the employee accomplishments working in technological or industrial innovative organizations. Due to that prescribed importance of both psychological capital and creative performance, this study identified important psychological capital components that may influence employees' creative performance behaviors a Turkish White-Good Company context. Upon the detailed theory built and empirical analysis results, this study may yield specific suggestions for leaders/ managers/supervisors of employees whose job involves significant creative performance behaviors and creative problem solving skills. In addition, embedded in the Turkish cultural context, the results of the present study may provide important insights to researchers interested in studying psychological capital and its influence on employee creative performance behavior in the Turkish context. It is noted that any support from the organization for enhancing employees' self-efficacy, hope, optimism, and resilience may influence the goal-setting and cognitive processing of employees (see Gist and Mitchell, 1992, p.185; Hsu et al., 2011, p.267) . It is implicated that employees will feel more confident, optimistic and flexible in facing situations and coping with uncertainties; thus, they will be likely to engage in creative performance be- 
Limitations and Recommendations
This study offers suggestions for future research as it had several limitations. At first, we address the problem of general applicability since the findings of this study may not apply to a situation in which employees do routine tasks and jobs that require no creativity or innovative idea. Besides, the findings may not apply to the contexts in which the employees do not interact with customers. Because this study was conducted in a setting facilitating technology, R&D, and manufacturing activities, where all employees were adopting new ideas and solutions for their departments; the findings may not be applicable to a setting which is composed of employees doing routine tasks with less engagement of creative processes. Moreover, it is explicit that a research study involving the relevant variables would provide better and more representative results when applied in a larger sample of the population. As such, we suggest future studies to perform such kind of empirical research study within larger samples and broader industries. In addition, cross-cultural research studies could be attempted in order to provide findings about the cultural influences on the relevant variables.
The second limitation of the study is the use of a selfreported measurement of creative performance behavior which may cause a common method bias (Hammond, Neff, Farr, Schwall and Zhao, 2011, p.103) . To solve this limitation, the further studies may use supervisor-reported (see Tang and Chang, 2010, p.873) or multiple reporting methods for the evaluation of employee creative performance behavior.
The third limitation is the lack of the test of contingent variables' effects on the study variables. The predicted relationship between psychological capital and creative performance behavior could be influenced by various contingent variables, such as dispositional variables, personal characteristics, personality factors, positive/negative mood, job characteristics and so forth. Therefore, it is suggested that further studies should examine the study variables with the inclusion of other contingent and/or contextual variables.
Furthermore, because scarce conclusion was reached on the relationships among self-efficacy, optimism, hope, resilience and employee creative performance behavior, we suggest that future researchers should conduct a meta-analysis. Although a large amount of prior studies based on positive psychology theory found a positive relationship between self-efficacy and employee creativity, there are also some studies which revealed a negative relationship between self-efficacy and performance related outcomes (see Vancouver, Thompson, Tischner and Putka, 2002, p.511; Bandura and Locke, 2003, p.88; Moores and Chang, 2009, p.72) . Therefore, it is found necessary to go through the investigation of the self-efficacy-performance related outcomes association in future studies. Finally, it is suggested that the uncovered knowledge about how the relationship between self-efficacy and employee performance outcomes manifests should be clarified in order to better understand how that relationship accrues, whether self-efficacy impacts performance outcomes or visa-versa.
